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INTRODUCTION
Higher Education is a place for educational providers that aim to produce quality human resources and be able to face increasingly fierce work competition (Yahya Hidayati, 2014) . Ramli and Jalinus revealed that lecturer performance needs to be maintained considering lecturers are an important component of the quality of higher education so that they are able to produce graduates with good quality. The performance of lecturers as instructors influences the quality of the process and results of higher education Kusumajati, 2017; Amang, 2011; Angrist, 2014) . Therefore, lecturer development and performance measurement are very important (Indrajit, 2007) .
Performance is the result of work or activities obtained during a certain period (Mangkunegara, 2009 ). The quality and commitment of lecturers is the main key to the success of higher education institutions (Amang, 2011; Angrist, 2014) . The performance of the lecturer must be guided by the tri dharma of higher education covering the principles of education, research, and community service. One form of lecturer work indicator is seen from scientific publications carried out, both from research and service. The scientific publications of Indonesian lecturers are still estimated to be 5,125 publications, under Malaysia which have reached 5,999 publications. Even though the number of publications is number two in ASEAN, the level of citation is decreasing (Seftiawan,2018) .
The factors that influence the achievement of performance are the ability factor (ability) and motivation factor (motivation) (Mangkunegara, 2009 ). Wigfield (2014) stated that the motivation is an impulse in a person to be able to do something to achieve certain goals to the fullest.Work motivation is also one of the factors that influence lecturer performance (Broni, 2012; Samuel et al, 2015) . Motivation has a significant positive effect on company performance (Ayu and Suprayetno, 2008) . At the college level, work motivation also has a positive and significant effect on the quality of the performance of lecturers (Riyadi et al, 2017; Sulastri, 2007) . Samuel et al (2015) Revealed that there is a correlation between motivation and lecturer performance based on research at Ghanaian Polytechnics, where motivation contributes to a variation of 79.5% and can predict performance significantly. Motivation is beneficial and leads to initiation and innovation based on research with the object of Staff at the University of Ghana (Broni, 2012) . Research in 2018, on staff at Alvan Ikoku's Federal College of Education (AIFCE) shows that work motivation can affect work performance (Olusadum and Anulika, 2018) .
Factors that can affect one's motivation include culture in an organization. Organizational culture is the values that are accepted by all members of the organization as a basis for behaviour and carrying out activities within the organization (Robbins andCoulter, 2012) . Furthermore, Ritawati (2013) stated that organizational culture also has a positive and significant influence on one's performance. Organizational culture in a company is also an influence on improving employee performance (Ayu and Siprayetno, 2008) .Good organizational culture can increase the work motivation of lecturers to improve their performance both directly and indirectly Narasuci, 2018) .
In addition to work culture, some research also shows that the ability to use information technology of each individual can increase employee productivity in saving time and performance to reach the organization (Abbas et al, 2014; Bhakta, 2016; Jahanian et al, 2012; Zhaled, 2014) .The implementation of information technology has a major impact on improving the performance of lecturers in delivering material to students to improve the quality of students (Karsen, 2015) . In the information technology variable, the personal acceptance of new technology, and what is deemed appropriate and effective can be evaluated with the UTAUT (Unified Theory of Acceptance and Use of Technology) model (Vankatesh et al, 2003) .
The management of tertiary institutions must guarantee a thorough and continuous assessment of lecturer performance to improve the quality of lecturers and the overall quality of management (Peleyeju and Ojebiyi, 2013) . The evaluation of lecturer performance is a serious challenge for university managers (Bai et al, 2014) . Some of the main factors that influence performance are the individual's ability to do work, the level of effort devoted and organizational support (Mathis and Jacson, 200) .
In this regard, the researcher will examine factors related to the performance of the lecturers at the UniversitasNegeri Semarang, including work motivation, information technology use, and cultural factors. Of the three factors will be examined its effect on the performance of the lecturer at UniversitasNegeri Semarang. The performance evaluation of lecturers in this research refers to the lecturer workload of UniversitasNegeri Semarang. Next in part II will discuss the methods, then Part III discusses the analysis process, results, and discussion. While the conclusions are in section IV.
METHODS
This research was conducted using a quantitative approach to the process of collecting data using survey methods. The instrument used in data collection was a questionnaire that had a total of 30 indicators divided into 5 variables, that are information technology which had 6 indicators, organizational culture with 11 indicators, motivation with 7 indicators, and lecturer performance with 6 indicators. The study population was lecturers at Semarang State University where 150 lecturers were randomly selected as samples. Analysis using Structural Equation Model (SEM) supported by WarpPLS 6.0 software. Data analysis was performed by looking at the results of convergent validity, discriminant validity, and composite reliability to determine the effect of latent variables with their constituent indicators. Path coefficients are used to see the direct and indirect relationship between information technology and organizational culture through motivation as to lecturer performance.
RESULTS AND DISCUSSIONS
Based on the results of the questionnaire results to 150 lecturers containing 30 forming indicators of the 4 variables studied the following results were obtained.
Convergent Validity
This evaluation is done by taking into account the outer loading value of each variable in this study, and if the value shows is greater than 0.50 then the item is declared valid. The calculation results presented below are derived from the results of the WarpPLS output: The table 1 explains that the overall loading factor value of the variables in this study is greater than 0.5, the T-Value is greater than 1.97 and the P-Value is less than 0.05 so that the items on these variables has been able to be formed or explained well by the items or can be said to be valid in a convergent manner.
Discriminant Validity
This evaluation is done by using a cross loading value and the value of average variance extracted (AVE) discriminant validity from the measurement model that is assessed based on the measurement of cross loading with variables. If the variable correlation with the measurement principal for each item is greater than the other variables, the latent variable is able to predict items better than other variables.
Cross Loading.This value is another measure of discriminant validity. The expected value that each indicator has a higher loading for the measured construct compared to the loading value to another construct. Based on the table 2, it can be concluded that each question item is able to be predicted well by each of its latent variables, because the correlation of latent variables is greater than Advances in Social Science, Education and Humanities Research, volume 379 other variables so it can be concluded that these variables are discriminatory valid.
Average Variance Extracted. The AVE value is used to measure the amount of variance that can be captured by the construct compared to the variance caused by the measurement error Based on the table 3 and 4, the evaluation of the measurement model by comparing the AVE square root with the correlation between variables, it can be concluded that the value of the AVE square root is greater than the correlation between latent variables which means that the results are declared discriminatory valid. The results also show that all AVE root square values are greater than 0.500 which means that discriminant validity is good and the measurement model is also good.
Composite Reliability
This test is carried out by utilizing the value of composite reliability which results can be seen as follows: 
Path Coefficient
The test is done by looking at the P-value as a significance level and the betha value as the path coefficient between latent variables
Fig 1. Structural Equation Model
Advances in Social Science, Education and Humanities Research, volume 379 From the results shown by the table 6 and figure 1, it can be seen that all paths from the dependent variable to the independent variables directly have a significant effect. the path coefficient produced from IT to M is 0.285, then from OC to M is 0.412, and from M to LP is 0.447. Then if you see the effect of the independent variable indirectly on the dependent variable, it can be seen if the P-value is less than 0.05 so that it has a significant effect on the path coefficients from IT and OC to LP through M, respectively 0.127 and 0.184
CONCLUSION
Based on the result and analysis of research data with a sample of 150 lecturers in Universitas Negeri Semarang, it can be inferred that all independent variables have a significant effect on the dependent variable both directly and indirectly. Information technology variable has a positive effect on the motivation of 0.285. Organizational culture variables has a positive effect on motivation with path coefficient of 0.412. Motivational variables has a positive effect on lecturer performance with path coefficient of 0.447. Information technology variables indirectly through motivation has a positive effect on lecturer performance with path coefficient of 0.127. The variable of organizational culture indirectly through motivation has a positive effect on lecturer performance with path coefficient 0.184.
